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A Research-in-progress paper 
 
 
Purpose 
To present a model that shows that ‘culture’ is more then one factor and that these factors 
play different roles in the process of knowledge transfer. This model also shows how cultural 
elements influence each other and can cause obstacles during knowledge transfer. 
 
Design/methodology/approach  
We present a conceptual argument for investigating the influence of different aspects of 
culture during the process of knowledge transfer in IT offshore relations. 
 
Findings 
Preliminary research shows that different cultural elements have different effects on the 
process of knowledge transfer, and should not necessarily be combined as one factor. 
  
Research limitations/implications  
Currently in progress, we have only conducted a preliminary round of interviews, but so far 
our findings are consistent with our model.  
 
Practical implications  
With a better model of cultural elements, managers could improve the performance of cross-
cultural projects, especially in ITO. 
 
Originality/value  
This paper identifies those elements of cultural orientations that affect the processes of 
knowledge transfer, based on field interviews. Furthermore it suggests a correlation between 
cultural elements and cultural obstacles. 
 
Introduction 
Beginning in 1989 with the outsourcing of Kodak’s information technology to the Digital 
Equipment Corporation (Applegate 1994) and the contract between Xerox and EDS 
(Applegate 2002) in 1994 IT sourcing has received more and more attention.  
The increasing importance of service in the IT industry is also apparent from the relatively 
high compounded annual growth rate (CAGR) of 10% in the 1990s. More recently however, 
the CAGR fell to 7.7% in the late 1990s and was only about 6% in the 2000 to 2005 period 
(OECD 1997; OECD 2000; OECD 2002; OECD 2004; OECD 2006; IBM 2007). While these 
numbers still indicate a growing market, the biggest growth period has passed and the IT 
sourcing market will likely become more mature over the years. A further indicator for a more 
mature market is the fact that clients are starting to re-contract business, not to incumbents 
but to competition. The UK tax authority, HM Revenue and Customs, responsible for 
collecting most taxes in the United Kingdom, just recently switched IT operations worth a 
total contract value of between 6 and 8 billion USD from EDS and Accenture to CapGemini 
and Fujitsu with Accenture being a subcontractor (Mathew, Callow et al. 2007). Similarly, 
UBS, a large private Swiss investment bank, recently brought business worth about 50 
million USD per year back in-house. The decision required transferring several hundred 
employees, partially from remote locations, to its headquarters in Zurich (Finextra 2004). 
These large vendor switches are likely to be the exception. However, as the market matures, 
clients may become more price-sensitive and strategic priorities may shift. Clients will re-
assess their existing IT sourcing contracts and find that they would either like to switch 
vendors or take back selected business functions formerly provided by an external party. 
Therefore it is likely that we will see more re-competition in the future. 
 
Re-competition of outsourced services is likely to increase the demand for cost effective 
methodologies to switch vendors. Particularly the transition process, part of the IT sourcing 
life cycle, becomes a central element of an IT sourcing re-competition initiative. The 
transition process has been reported to be almost twice as cost intensive at 1.2 percent of 
the total contract value as the whole architecture phase (including contracting and vendor 
selection) at 0.7 percent of the total contract value (Mathew, Callow et al. 2007). Current 
research has focused primarily on activities of the architect phase such as contracting 
(Feeny and Willcocks 1998; Gellings 2007), vendor selection (Willcocks and Lacity 2006) 
and setting the IT sourcing environment (Rottman and Lacity 2006). The transition phase 
remains less researched. While some general advice can be derived from work such as 
(Lacity and Willcocks 1998; Power, Bonifazi et al. 2004; Alborz, Seddon et al. 2005), even 
these articles did not investigate one particularly critical aspect of the transition phase, 
namely knowledge transfer (Willcocks and Lacity 2007, AMCIS07). While prior work by 
(Szulanski 1999; Argote and Ingram 2000) and more recent publication by (Yang and Kim 
2007) suggest certain important factors, the authors are limited in their analysis because 
their study was not focused on IT outsourcing. Furthermore, we find that the available 
research in the knowledge transfer field rarely provides direct managerial advice. Therefore 
we set out in 2005 to start our research on knowledge transfer issues in IT outsourcing 
initiatives to develop a methodology to solve the arising issues (Voigt, Novak, et. Al 2007, 
AMCIS07). During this earlier research we found that we had to exclude cultural influence 
factors from our research. 
 
Cultural aspects of knowledge transfer in the IT sourcing context have already been 
identified to be particularly problematic in off-shore outsourcing (Carmel and Tjia 2005). 
Since our own observations during earlier research and observations by other research 
identifies cultural aspects of IT sourcing as a relevant research area this article will outline 
how we will explore the topic in more detail. In order to contextualize our cultural research 
we will first briefly outline influence factors discovered so far in our previous research 
followed by a more detailed section on the implications of cultural aspects. We will then 
continue to provide a model of relevant influence factors on cultural obstacles during 
knowledge transfers in the IT sourcing context. Finally we will explain how we will study 
these obstacles as part of our upcoming research. Our work aims to contribute a valid and 
practical list of solutions to obstacles in IT sourcing initiatives resulting from the diverse 
cultural background of the knowledge transfer participants. Since the cultural differences are 
expected to be best observed in cultures on different continents the unit of observation will 
be off-shore ITO initiatives. Particularly, off-shore outsourcing cases between German 
buyers and Chinese vendors will be compared to off-shore outsourcing cases of Japanese 
buyers and Chinese vendors. 
 
 
 
Existence of cultural aspects of knowledge transfer 
 
In earlier research on knowledge transfer in ITO we developed a method for knowledge 
transfer in terms of based on the previously developed knowledge transfer process by. 
During the method engineering process we had to enumerate the principles for a dedicated 
knowledge transfer method for ITO initiatives. Our principle selection was based on 13 case 
studies conducted between 2005 and 2007 (AUTHOR2, 2007). Finally, the knowledge 
transfer method was designed along six method design principles: notable trust, 
participatory work, motivation, transparency, control, and structure. However, this earlier 
work was primarily concerned with domestic ITO projects. Therefore one additional set of 
issues was excluded for practical reasons: culture. The cultural aspect of ITO initiatives was 
especially salient whenever off-shore ITO was concerned. Even in the case of some 
domestic ITO projects cultural aspects stemming from different national backgrounds 
seemed to be an important issue. For example, in one domestic ITO initiative which we were 
allowed to study during a two year backsourcing period – considered largely similar to 
outsourcing - both client and vendor employees repeatedly identified cultural difficulties for 
the slow backsourcing progress. Particularly difficult were the different understandings of 
knowledge sharing behaviors and language deficiencies. One group of client employees 
easily accepted that knowledge had to be “picked-up” and were fluent in German. They had 
little trouble of taking up knowledge from the vendor. In contrast English speaking client 
employees expected knowledge to be “delivered” to them had a harder time of receiving the 
necessary knowledge. 
 
Since our previous observations made us believe that culture in general and cultural aspects 
in off-shore ITO in specific are a relevant objective for further research, we initiated the 
current research activities on cultural aspect in IT off-shore outsourcing. The following 
section will outline in more detail why and how cultural attributes in IT off-shoring 
outsourcing initiatives affect the knowledge transfer process. 
 
Cultural aspects of knowledge transfer in ITO 
 
Previous literature shows that culture is one of the most frequently mentioned factors 
influencing the communication between international groups (Hofstede 1984, Hofstede & 
Hofstede, 2004, Carmel and Tjia 2005, Granovetter 1985, Greenfield 1997). Off-shore IT 
outsourcing requires communication between two or in some cases more international 
groups of people. Therefore we claim that offshore relationships are affected by cross 
cultural issues. This leaves us with defining culture in the context of our research. What do 
people mean when they speak of cultural difference and how does it affect the transfer of 
knowledge in IT offshore initiatives? 
 
First of all it is important to define culture in its broader meaning: “Culture is an interactive 
process with two main component processes: the creation of shared activities and the 
creation of shared meaning.” (Greenfield 1997) Even more abstract is the definition by Smith 
and Bond. “Culture is a relatively organized system of shared meanings.” (Smith and Bond 
1998) Both have in common that culture is something people share that builds patterns of 
meanings with values. Therefore, in the context of our research culture consists of aspects 
regarding meaning and aspects regarding values. Both of these shall be shared between 
two groups of people, therefore introducing a third general aspect: relationships between 
people. 
 
More specifically (Hofstede 1984) defines culture as “collective programming of the mind 
distinguishing the members of one group … from another.” (Hofstede & Hofstede, 2004) He 
further breaks up the attributes of each group into aspects of power, individualism, 
masculinity, uncertainty avoidance and long-term orientation. Furthermore, Hofstede claims 
that all human beings are members of multiple cultural groups. These groups can be 
grouped into ethnical, national, religious, professional and organizational groups based on 
their respective group attribute characteristics. For some of the cultural groups people find it 
easier to adapt to new culture groups (e.g. in work or team cultures) (Greenfield 1997). 
There are also cultural groups where individuals are not able to adapt so easily (e.g. national 
cultures) (Granovetter 1985). These are innate groups within which people are raised and 
educated build their value and belief systems and shape their patterns of thinking and 
communication. The embedded nature of culture in humans has been elaborated by many 
previous authors (Hofstede 1984, Hofstede & Hofstede, 2004, Carmel and Tjia 2005, 
Greenfield 1997 ), most notably (Granovetter 1985). Since knowledge transfer in off-shore 
ITO involves close collaborative work of two groups of different nationalities, and since these 
are of the more difficult type to adapt to (i.e. national cultures), culturally problematic 
situations are arising more frequently than in on-shore ITO projects. 
 
Prior research has already established that certain combinations of people from different 
cultural backgrounds can affect an entire teams’ performance (Carmel and Tija 2005). With 
the increasing cost-pressure in ITO initiatives, performance impacts can quickly reduce the 
agreed margins of the deal to zero. The transition phase of an ITO initiative is costly and its 
success largely dependent on successful knowledge transfer (Mathew, Callow et al. 2007). 
Therefore vendors, and clients seeking to avoid the winner-curse (Willcocks and Lacity 
2006), are looking for ways to reduce the cultural obstacles during the knowledge transfer 
process of off-shore ITO projects. We will now turn to cultural obstacles that arise 
specifically during knowledge transfer.  
 
Obstacles during the process of knowledge transfer vary. Communication via e-mail is likely 
to be interpreted in a number of ways, which potentially gives way to the making of wrong or 
inappropriate decisions from client to vendor or vice versa because of misunderstandings 
(Bennett, 1998). The scope of a vendor’s employee’s duties may not be all-encompassing, 
given that they are not paid enough or are not given enough incentive to work harder and to 
keep the “big picture” of a project in mind. They may not be encouraged to diligently follow 
the requirements of a knowledge transfer as part of an ITO project and instead try to find 
quick solutions rather than try to see the whole picture. 
 
Similarly, the intentions and scope of an ITO project may not be kept in mind at all times, 
which means vendor teams may forget about the client’s original requirements and intended 
benefits. This may result in poor decision making. Deadlines and milestones of the 
knowledge transfer may also be troublesome. It is likely that vendor teams encounter delays 
or setbacks during their projects and in turn reduce the amount of time devoted to 
knowledge transfer but do not inform their superiors about such changes, thus disrupting the 
scheduling and rhythm of a group’s efforts to successfully transfer the required knowledge. 
 
Experts we questioned in preparation for our research mentioned that during the phase of 
knowledge transfer team motivation may also be attributed to a general difference in culture. 
When the levels of success across vendors of diverse cultural backgrounds are compared 
different motivational schemes became apparent. Moreover experts suggested that a culture 
of profit-maximization or even an individualistic culture may stress the importance of coming 
to work with a positive attitude and a set of personal goals to achieve. Self-regulation or 
managerial regulation of the progress of individual employees was speculated to signal the 
presence or absence of motivational stimuli within a firm. Discussions with practitioners 
further lead us to believe that the ability to resolve conflicts could be related with the 
culturally agreed definition of conflict, confrontation, and resolution. For example, a person 
may openly disagree with the way their colleagues approach knowledge transfer and as a 
result is asked to remain silent on the issue by his supervisors. In consequence he feels 
frustrated and mistreated. The conflict may not be solved until all parties realize that the 
person being muted regarded the silencing as an intrusion of his duty to speak up about 
what he thought was wrong or inefficient. Such a conflict would qualify as a cultural obstacle 
to successful knowledge transfer. There may be an inherent lack of respect (culturally 
embedded in an individual or a group) for the opinion of non-managers in offshore vendors. 
Sticking relentlessly to hierarchy has also been reported to reduce the effectiveness of 
knowledge transfer. It may occur that little room is allowed for individual innovations during 
knowledge transfer. Hierarchies take decision power from employees. In other words, if an 
individual or a team of individuals discovers an improved method of computation for the 
inflow of knowledge from a client and they are not given the permission to enact change in 
accordance with their newfound technique, then we may assume that there is a cultural 
obstacle to the evolution of knowledge transfer.  
 
The individualism of client managers may also inhibit the flow of information from client to 
vendor and vice versa.  If a client manager is particularly headstrong or overbearing when 
dealing with vendors their relationship may be damaged. Inflexible and overbearing behavior 
is cited by (Bennett, 1998) to reflect upon the relationship building abilities of individuals. 
Client managers with little empathy find such flexibility difficult to exercise and therefore risk 
dramatically reducing their experienced relationship quality – an important knowledge 
transfer and ITO success measure. The ignorance or misinformed nature of a highly 
individualistic client manager, blind to the cultural obstacles, especially in reference to labor 
norms of their vendor, may lead to unsatisfying results for the client. A client with too little 
cultural understanding of his vendor may think that he has been misled by the vendor’s initial 
description of what could by accomplished for the client. In order to summarize these cultural 
obstacles narrated above the following chapter will attempt to provide a model of the most 
important obstacles.  
 
A model of cultural obstacles in knowledge transfers of ITO 
 
The findings of Hofstede and Hall (Hofstede and Hall 1998) are often discussed in the 
scientific community and based on their work we can build a model of the most important 
cultural obstacles that impede the performance of knowledge transfer. The following seven 
obstacles have been summarized and selected from the cultural orientations formulated by 
Hofstede and Hall (Hofstede and Hall 1998).  This selection is based on casual expert 
interviews in preparation for this research initiative.  
 
First of all power orientation is one of the most important orientations in any business 
context. The structure of power accounts for the expression of emotional distance between 
subordinates (Hofstede 1984) and superiors where higher power cultures tend to have more 
autocratic managers (Hofstede and Hall 1998). Individuals in such cultures are less likely to 
express disagreement with their supervisors. Less power-orientated cultures use 
participatory and consultative management styles. When both extremes have to collaborate 
in a knowledge transfer initiative cultural obstacles may emerge like in the example of the 
out-spoken individual detailed in the previous chapter. Particularly stabled that power is one 
obstacle to be investigated in a knowledge transfer context. 
 
Second, relationship orientation reflects the difference between individualism and 
collectivism.  People form individualistic cultures highly value personal freedom, privacy, and 
time (Hofstede and Hall 1998). They are usually expected to look out for themselves, 
especially in a business context. For collectivists, group harmony is more important than 
personal ambition. At work they have a higher dependence on organization and a stronger 
desire for non-financial rewards. Some authors in the knowledge transfer community argue, 
that individuals from collectivist cultures are better suited as knowledge transfer partners, 
because no financial reward is required. The example of the uncompromising client manager 
in the previous chapter strengthens this argument. 
 
Uncertainty orientation as defined by Hofstede represents the amount of uncertainty an 
individual is tolerating. This is due to the fact that the business environment requires 
abundant decisions involving uncertainties and risks. Examining this perspective on the 
unknown will contribute a description on how people cope with ambiguity. Hofstede, for 
example has found that British people can handle uncertainty better then Germans (Carmel 
and Tija 2005). Therefore a similar difference may arise between German and Chinese 
workers. 
 
The more future orientation a culture shows, the more likely it is to be located in East Asia 
including China, Korea, and Japan. The central purpose of orienting one’s work around the 
future or the long-term implies delaying present gratification or gains in return for future 
prosperity on a grander scale. Naturally, the opposite would be an emphasis on the present, 
where instant gratification would reign supreme, or on the past, where present ambitions are 
shaped by former achievements. In the context of knowledge transfer obstacles will present 
themselves when one group of workers invests much more time into the long-term objective 
of knowledge transfer than the other.  
 
Separate cultures experience time differently. For certain groups deadlines are firm and 
literal, in other words people tend to be on time (e.g. Germans and Americans). For others 
the interpretation of time is more flexible. A team of mixed cultures may find it hard to meet 
knowledge transfer milestones and to dedicate time for joint work sessions when one part of 
the team has a different understanding on when to meet a given objective. Since knowledge 
transfer in many cases, such as the transfer of implicit knowledge, requires that two 
individuals work together, a different understanding of how often and how rigorously to 
schedule join meetings may slow the employee from the more ambitious culture. This would 
naturally be lead to frustration and conflict between the two parties. 
 
Such frustrating situations may become worse if the communication orientation of the parties 
is also incompatible. Two groups of communication orientation can be found in the relevant 
literature on culture in general: high- versus low-context communicators. Low-context 
cultures listen to what is said rather than how it is said while high-context cultures consider 
secondary factors such as one’s tone and peripheral and contextual information in order to 
understand each other. Given the fact that a knowledge transfer requires two individuals to 
communicate regularly often regarding entirely new concepts, different communication 
orientations can become significant obstacles for knowledge transfer. For example, a low 
context communicator might find it difficult to explain something to a high context 
communicator often interrupting him because he already sensed, that his partner was bored 
and tried to convey interest by asking a confirming question. 
 
Finally we identify information processing orientation by the way cultural groups process 
information. East Asian cultures tend to see more relationships and connections between 
disparate pieces of data. Westerners distinguish more across categories and taxonomies in 
a rather disconnected approach. As with the example above, an expert may find it difficult to 
explain an isolated metaphor to an individual thinking in terms of relationships. In contrast to 
the aforementioned seven orientations, we excluded other concepts such as the destiny 
orientation or religious orientations. 
 
These cultural orientations help to understand the basic principles of cross-cultural 
communication and data processing. We have thus built a model to investigate the 
interconnectedness between the various cultural orientations and to examine their effects 
and influences in knowledge transfer in intercultural situations (Figure 1).   
 
 
 
Figure 1: Selection of cultural elements affecting knowledge transfer during off-shore ITO 
 
Based on these basic cultural elements described as cultural orientations we will construct a 
set of related obstacles impeding successful knowledge transfers. Based on these 
knowledge transfer obstacles we will build a set of possible research questions and 
investigate their relevance and plausibility in the context of knowledge transfer during off-
shore ITO. 
 
Proposed research questions 
 
The elements proposed in the previous chapter raise a series of research questions. Not 
only are their relationships unknown, but it is also unclear to what extent these elements 
influence the cultural context of knowledge transfer, in particular as opposed to influencing 
the whole project’s success. In order to investigate these elements further we will look at the 
following research questions. 
 
1. Which obstacles can be identified for each of the cultural orientation elements 
affecting off-shore IT outsourcing knowledge transfer? We would identify these 
obstacles and further investigate for each one how it can be overcome. 
2. How do power obstacles influence the relationship element and vice versa? While 
there are numerous studies relating to power relationships and more participatory 
relationships we would be interested in the obstacles that need to be overcome to 
balance attributes of power and relationship within off-shore knowledge transfer 
initiatives. 
3. Which obstacles impede the proper perception of time in relation to the 
communication orientation? We are interested in observing which problems occurred 
and how a knowledge receiver learned the right timing for his communication partner. 
4. Are employees communicating under high-contexts more likely to also be 
collectivistic? While many researchers have investigated the communication process 
in general purpose settings, we wonder which obstacles may present themselves 
when people from different cultures and in different organizational setting try to talk to 
each other. 
5. How do collectivistic cultures handle information for future use and does this differ 
from how individualistic cultures handle information? We would investigate if any 
information handling style is more successful at overcoming knowledge transfer 
related obstacles and why. 
6. How do cultures with a stronger sensibility to uncertainty attain a heightened level of 
communication and is that required to avoid risk? We would investigate how a culture 
attains higher communication levels if these should turn out to be important 
obstacles. 
7. When a culture focuses on the long-term, is information viewed differently? Is there 
any need for deeper analysis of a situation required to supply adequate background 
information? This is necessary because the transfer of knowledge between 
companies needs to include not only explicit but tacit knowledge. Thus the “how” and 
“why” is paramount to knowing merely “what” and we would investigate obstacles to 
acquire adequate background knowledge. 
8. How large is the magnitude of information to be processed and does it demand an 
increased amount of high-context communication? We would investigate how 
different cultures communicate as the level of information of a knowledge transfer 
initiation increases and presents ever more challenging obstacles. 
9. Cultures with a wider focus on information processing manage data differently and 
need more information in the short term due to the complexity of knowledge, 
especially tacit knowledge.  In building a relationship between a client and a vendor 
more time is spent in the transfer of knowledge than in almost any other function. 
Here we would investigate how firms balance the time between data processing and 
relationship building. 
 
Even more research questions may be formulated based on the culture orientation elements 
presented in the previous chapter. However the aforementioned list represents a selection of 
questions even experts agree to be important. Therefore we are currently assessing these 
questions for future work. In the months to come we will select some of these research 
questions and discuss with knowledge transfer practitioners in the IT off-shore outsourcing 
field which of these would provide the largest benefits to their organization. Subsequently we 
will formulate formal hypotheses and begin to collect data through case studies and 
selective quantitative data collection. As of now we have already received limited feedback 
on our collection of research questions. 
 
Research methodology 
 
Context and case selection 
We conduct semi-structured interviews face-to-face and by telephone with project 
managers, IT-managers, business analysts and programmers involved in outsourced 
offshore software development projects. In doing so we concentrate on German-Indian and 
Japanese-Chinese outsourcing relationships whereas the German and the Japanese 
organizations represent the client side. Thereby the interviewees have on average a working 
experience in global software development of around 5 to 15 years. We focused our 
questions on two projects per company so that we have a total of 8 different cases. Most of 
the projects dealt with software development. The so far estimated project budgets range 
from $10,000 to $250'000 whereas project duration is between 6 and 12 months. In other 
words, sample projects can be classified as SME field. 
 
 
Data collection 
Interviews averaged 60 minutes and will be audio taped with permission from the 
interviewee. Participants are first asked a few background questions and then they are 
asked about project type and settings. Interviewees will then be asked about process of 
software development and the project communication and knowledge transfer between the 
partners. Finally, participants are asked to the aspects of cultural influence on these 
processes. 
 
Coding and data analysis 
The interviews will immediately be transcribed after they take place. The text will then be 
analyzed and open coded to discover recurring themes around attributions and further 
coded to find relationships among themes. We then develop a hierarchical code structure to 
process a codebook analysis on it (King, 1998).  
The first interviews will be coded independently by each of the researchers and a discussion 
about coding differences will follow with the goal to resolve them properly. After an interview 
is finalized, review will be conducted by the interviewee to clarify and to strengthen the 
statements. 
 
Finalization – hypotheses and closure 
In relation to the outlined research questions hypotheses will be drawn from our findings 
during the data analysis. They will then be iteratively cross-checked to each set of case data 
until a satisfying level of saturation within this iteration process is achieved. 
 
Early findings from ongoing research 
In our recently started research with companies based in Germany, Japan, India and China, 
we have been able to find indicators that cultural obstacles are caused by the above named 
factors. Further research will show if the developed relations between the factors are correct 
or not and will also measure the intensity of the relations. Furthermore we will propose 
hypotheses and shall investigate ways to overcome the obstacles by addressing the factors. 
 
We have found that Japanese companies in particular accumulate relatively large amounts 
of information for future analysis and use.  This is very interesting because it is generally 
assumed that cultures usually consists of only tacit knowledge and experience, but research 
shows that companies store large amounts of explicit, codified data.  
Another fruit of our preliminary research has found that decision making in Japanese 
companies works differently than German companies. In Japan the opinion of the group, in 
other words a collective opinion, is most important where in Germany one must convince the 
manager before decisions are made.  Additionally, Japanese companies spend much more 
time discussing issues in group settings while Western companies interpret extended group 
meetings as a waste of time.  
When it comes to group work there is a further distinction to be made between Chinese and 
Japanese firms: Chinese groups are more focused on the individual rather than the group.  
Indian companies have been seen to bridge cultural differences with a greater degree of 
facility than German and Chinese companies. 
 
Conclusion 
The presence of motivation within IT offshoring has proved to be a good lead in discovering 
the nuts and bolts of vendor client relations.  Although there is a wealth of literature on the 
dynamics of interpersonal relations within the business sphere, our problem as presented 
has not been addressed. For this reason we aim to contribute to the literature with a model 
and a research agenda to positively influence the direction that outsourced and offshored 
business is taking. The findings of our research should garner the attention of corporations 
in the search for fresh and innovative ideas.  Improving the speed and quality of knowledge 
transfer and management is an aspect of the IT industry that cannot be neglected. 
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